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[bookmark: _Toc152094088]INTRODUCTION:
  The methods used for development in organizations are mentoring and coaching. According to Mullen and Klimaitis (2021) mentoring is a relationship-focused process that serves psychological and career goals. Both mentors and mentees learn from the interaction, which is a two-way mutually beneficial relationship. In particular has to do with recognizing and fostering potential in the full individual. The learner always sets goals, which may alter over the course of a long-term engagement. A mentor is an individual who provides guidance and support to another by sharing their knowledge, abilities, and/or experiences. 
  Coaching is designed to improve or modify an individual's abilities and behaviours. It is task-focused, time-limited, and follows a predetermined schedule. A coach is a person who enables someone else to achieve their full potential by offering assistance on their goals and mostly has to do with enhancing performance in a particular skill area (Garvey et al., 2010). Whereas mentoring usually involves more general assistance and career development, coaching usually focuses on the development of particular skills and performance enhancement.
  Through coaching, individuals can improve and enhance particular abilities that are important to their roles or their professional objectives with the support of specialized instruction and feedback from coaching. Moreover, reflective talks with a coach allow individuals to better understand their areas of strength, weakness, and growth, which promotes a higher level of self-awareness. Coaches can offer a systematic path for both professional and personal growth by helping people define and accomplish attainable, meaningful goals.
  In addition, a coach's encouragement and assistance help individuals gain confidence, which enables them to take on obstacles and manage their professional progress. Coaching improves individuals’ general wellness by assisting them in setting priorities, using their time wisely, and striking a better work-life balance (Mihiotis and Argirou (2016).
  According to Treuer and Van Der Sluis (2005), employee performance improves when coaching is provided, as it promotes on-going development. The level of productivity, efficiency, and the accomplishment of organizational objectives may all benefit from this. Focusing an organization on coaching shows that it is dedicated to its workers' development, which helps to cultivate talent and makes it more likely that motivated and competent workers will stay with the company. Through encouragement of open communication, teamwork, and a dedication to learning and growth, coaching supports a pleasant work environment.
  Furthermore, coaching is a useful instrument for fostering leadership qualities in an organisation. It guarantees a supply of qualified people for upcoming leadership jobs by assisting in the identification and development of future leaders. When coaching is received within the company, its members are better able to adjust to change in a fast-paced work environment. It helps managers navigate organizational changes, fosters a growth mentality, and increases resilience (Treuer and Van Der Sluis, 2005).
[bookmark: _Toc152094089]REFLECTION OF COACHING SESSION:
  The main topics of discussion during my coaching session with Lakshmi Darim were her recent feelings of being taken for granted, her worries about going back to work, and the difficulties she was having juggling her obligations as a mother of three with her career. We spoke about coping mechanisms for rising task demands and possible channels of effective communication for her requirements. The meeting ended without a specific resolution, despite an honest and open discussion. I informed her that I would like to speak with our supervisor to adjust her schedule so that I may focus on working less. However, I tried additionally to make her understand how important it is to prioritize both her professional and personal development.
  I went into the session expecting and feeling sympathetic because of the special difficulties Lakshmi is facing. Lakshmi's frustration and my dedication to providing a safe environment for her to express herself were evident throughout the session. Throughout the session, my emotions changed to a mix of empathy for Lakshmi's situation and a sense of duty to lead her toward a balanced resolution that takes into account both personal and professional factors.
  Lakshmi felt comfortable sharing her concerns in an open dialogue that was supported by attentive listening and kind responses. Moreover, she felt empowered by the group effort to look into potential solutions. I demonstrated a comprehensive approach to problem-solving by emphasizing the value of professional and personal growth.
  However, I could have searched a little more to uncover any specific examples or links related to Lakshmi's feeling of being neglected. It became evident during the coaching session that more investigation into Lakshmi's emotions and experiences was required. A more planned approach to time management throughout the session is also required to cover all relevant topics. The fact that the session ended without a concrete conclusion indicates that more targeted research into the available possibilities is necessary. It would have been advantageous to have had a more thorough analysis of Lakshmi's goals for both her career and personal development.
  The coaching session made clear the necessity of exploring further into Lakshmi's feelings and experiences. To fully cover any relevant topics, a more organized approach to time management within the session is necessary. Furthermore, it became clear during the coaching session how complicated Lakshmi's situation was and how there was no obvious way out of it. For Lakshmi's happiness at work and general well-being, it became clear that handling her professional and personal development was essential.
  Using the SMART framework (Day and Tosey, 2011), several actions are designed to take care of the pressing issues, promote Lakshmi's career development, and establish a coaching atmosphere that is encouraging for the following three, six, and a year.
Next Three Months' Actions:
1) Focused Examination of Options:
Specific: I would formulate a series of focused questions to delve into particular occurrences in which Lakshmi experienced a sense of being overlooked and pinpoint viable solutions, such switching up duties or precisely clarifying her role within the group.
Measurable: I would determine how many different alternatives were considered and evaluate them according to Lakshmi's feedback.
Achievable: I would make sure the investigation concentrates on achievable goals that are feasible to incorporate into the dynamics of the team.
Relevant: I would align the search with Lakshmi's current worries over being appreciated in her position.
Time-bound: I would finish the focused examination in the next three coaching sessions, providing time for a thorough conversation at each session.
2) Goal Clarification: 
Specific: I would work with Lakshmi to identify long-term objectives like earning advanced certifications or assuming leadership positions, as well as short-term objectives like developing a better work-life balance.
Measurable: I would clearly define each goal's standards, such as the amount of time spent on personal growth each week or particular objectives to be met in the upcoming six months.
Achievable: I would make sure the objectives are achievable and reasonable in light of Lakshmi's present obligations and workload. 
Relevant: I would match the objectives with Lakshmi's ambitions for professional and personal growth.
Time-bound: I would set deadlines for short-term goals and finish the goal clarification process in the next two coaching sessions.
Next Six Months' Actions:
1) Solution-focused methodology:
Specific: I would establish a structure in which Lakshmi actively participates in problem-solving, for example, by setting up team meetings to discuss workload division or suggesting flexible work schedules.
Measurable: I would monitor the successful application of solutions found and gauge how it affects Lakshmi's level of satisfaction to determine how effective the framework is.
Achievable: I would make sure the framework offers doable actions that complement the dynamics of the team and Lakshmi's preferences.
Relevant: I would match the organization's objectives and Lakshmi's difficulties with the framework.
Time-bound: During the next four coaching sessions, I would evaluate the effectiveness of the solution-oriented method and make any necessary adjustments to the framework.
Next One Year’s Actions:
1) Development Plan: 
Specific: I would work together to create a plan that outlines Lakshmi's next steps for both professional and personal development. These may include attending workshops related to her field of expertise, obtaining particular certifications, and looking into mentorship options.
Measurable: I would establish targets in the plan, like earning a certification in six months or assuming a leadership position in the next year.
Achievable: I would take into account Lakshmi's goals and the resources at hand to make sure the strategy facilitates her advancement within the company.
Relevant: I would integrate the development plan with the organization's goals as well as Lakshmi's long-term professional aspirations.
Time-bound: Over the next six coaching sessions, I would evaluate and revise the development plan regularly while monitoring the achievement of specified objectives.
[bookmark: _Toc152094090]CRITICAL EVALUATION:
  Alexander (2006) states that the GROW model, which stands for Goal, Reality, Options, and Wrap-up, is a popular framework for coaching and mentoring that may be utilized in a variety of settings to improve morale and performance. 
  To improve productivity I would aim to increase quality assurance process productivity by 15%, within the upcoming quarter. In addition, I would evaluate the existing workflow and pinpoint obstacles using process analysis and team conversations. I would look into possibilities including adding a new automated testing tool, offering specialized training to close particular skill gaps, and arranging work according to team members' capabilities. To put the objective in brief, I would decide who will use the new automated testing tool, I would set up training sessions, and I would designate roles for task redistribution. Finally, I would arrange frequent check-ins to monitor development.
  My objective for improving the work environment would be to raise job satisfaction and teamwork levels. To learn about current issues and reasons for dissatisfaction I would do personal interviews and anonymous surveys to get feedback. Possible ideas would include setting up team-building exercises, offering flexible work schedules, and putting in place a rotating calendar for in-person and remote work. In summary, the objective would be to establish a trial period for flexible work hours, arrange regular check-ins to resolve issues, and decide to execute team-building events every two months.
  I would aim to increase and improve the communication practices team through transparency and collaboration. To find areas for improvement, I would assess the current communication procedures using group talks and personal interviews. I would look into possibilities like holding weekly team meetings, using a project management application to facilitate open communication, and offering training in communication skills. In summary, I would decide whether to hold weekly team meetings, I would present a project management tool, arrange training courses in communication skills and create a feedback loop to ensure ongoing development.
  To promote enthusiasm about work, I would set an objective to raise team members' general excitement and job satisfaction. Through private talks, I would evaluate both individual and group motivations to determine what components of work foster or impede excitement. Moreover, I would find ideas like establishing a recognition program, offering chances for professional development, and acknowledging accomplishments during team meetings. In conclusion, in team meetings, I would decide how to acknowledge accomplishments, start looking into professional growth prospects, put in place a recognition program and plan frequent achievement celebrations.
[bookmark: _Toc152094091]SKILLS, BEHAVIOURS, ATTITUDES AND BELIEFS OF COACHES:
  To create a productive and successful coaching relationship, a coach should possess a variety of abilities, attitudes, actions, and beliefs. According to Khan et al. (2022), excellent verbal and nonverbal communication skills are essential for coaches. This entails listening carefully, asking open-ended questions, giving honest feedback, and encouraging a constructive conversation. Good coaches actively communicate with their clients in both directions to make sure their points of view are understood and to encourage open self-expression. Coaches think that having polite and transparent communication with their coachees can help them develop rapport, trust, and understanding.
  According to Diller et al. (2021), coaches with empathy are able to relate to and comprehend the emotions of others. This entails identifying feelings, showing understanding, and evoking empathy. High empathy coaches aim to understand the viewpoints of their coachees, validate their feelings, and establish a secure environment that encourages open communication. Empathy, according to authors, is essential for developing genuine relationships with coachees, creating trust, and promoting both personal and professional growth.
  According to Rou (2023) cultivating optimism, resiliency, and problem-solving skills are all necessary to keep a positive mindset. Positively oriented coaches empower the people they coach by showing their strengths, celebrating their successes, and promoting a growth mindset. Great attitudes are contagious, and they help create a great coaching environment that inspires confidence and motivation.
  One of the most significant skills for coaches to have, according to Day and Blakey (2012), is the ability to unlock limited beliefs, which influences both professional and personal growth. Coachees can overcome their own barriers due to this transforming process that is based on rapport and trust. It promotes long-term success, resilience, and personal growth. Coaches highlight the route to self-discovery and empowerment by skilfully unlocking restricted beliefs, pointing people in the direction of a boundless future.
  Barnes et al. (2017) point out that another key component of good coaching is the ability to ask powerful questions. This ability involves developing questions that provoke in-depth thought, promote self-discovery, and start significant conversations. Powerful questions encourage examination and critical thinking. Coachees are encouraged to assess their viewpoints, presumptions, and beliefs, which promotes a more sophisticated and knowledgeable approach to problem-solving. Furthermore, thoughtful inquiries help coachees define their objectives. Coachees provide themselves a clear road map for their professional and personal development by articulating SMART goals—specific, measurable, achievable, relevant, and time-bound. 
  A vital asset for coaches is the ability to ask impactful questions, which stimulates goal-achieving, critical thinking, and self-discovery. Coaches who are adept at this talent lead their clients on an exploration journey that helps them realize their full potential, get over obstacles, and make long-lasting improvements in both their personal and professional lives. Coaches provide people the tools they need to successfully navigate their own journeys with resilience, clarity, and purpose through the skill of questioning (Barnes et al. 2017).
  Effective listening is a fundamental skill that is essential for building trust, establishing meaningful connections, and helping others come to life-changing realizations. In a coaching relationship, active listening serves as the cornerstone for establishing empathy, trust, and effective communication. When a coach is skilled at listening, they can help their clients feel heard, understood, and supported as they continue on a path of personal development. Coaches help individuals reach their maximum potential by guiding them toward realizing the transformative influence of the coaching process through active and compassionate listening (Van Nieuwerburgh, 2020).
[bookmark: _Toc152094092]CONCLUSION:
  In conclusion, there are many advantages to coaching and mentoring for both employees and companies. They are essential in promoting professional development, improving results, and creating a happy and productive work atmosphere. 
  The GROW model-based coaching and mentoring programs have the power to dramatically raise team morale and performance. The coaching method can address specific difficulties and help create a more positive and productive work environment by establishing clear goals, evaluating the existing situation, investigating opportunities for change, and concluding with continued support and review.
  A combination of abilities, attitudes, actions, and beliefs are included in effective coaching, and these elements work together to create meaningful relationships, promote professional and personal development, and provide favourable results for coaches.
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APPENDIX:

	BMSW 6105
	
	Date of Interview:
	25/11/2023

	Coach
	Maria Vitoroi
	Coachee
	Andreia

	Coaching Model:
	GROW MODEL 
	
	Click here to enter text.

	The numerical rating system is based on the scale below.

	Scale:
	5 – Yes
	4 – Most of the time 
	3 – Some of the time 
	2 – Almost never
	1 – No

	Explained the purpose of the session first.
	Rating

	
	5
	4
	3
	2
	1

	Is the coach asking open-ended questions or closed questions
Good introduction and greeting from both parties 
	☒
	☐
	☐
	☐
	☐

	Is the coach patient? Are they giving the coachee time to think through issues and arrive at a conclusion in the way THEY process information?
The coach was actively listening and patient without judging but nodding her head to acknowledge listening – Good way to express facial expressions 
	☐
	☒
	☐
	☐
	☐

	Is the coach focused on the coachee’s agenda?
The coach was focused on the questions asked while being empathetic to build a rapport and make the coachee comfortable 
	☐
	☒
	☐
	☐
	☐

	
Is the coach coaching in their own image? 
Good – but could have probed in more details  
	☐
	☒
	☐
	☐
	☐

	Is the coach acting as a problem solver, providing the solutions for the coachee?
The coach acted as a problem solver he allowed the coach to think about the solutions and also propose solutions based on the circumstances such as enhancing on training, developing knowledge and upskilling 

	☐
	☒
	☐
	☐
	☐

	Additional Comments 

GROW model was applied so the session was quite well structured. Overall Good performance 
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